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CHAPTER I 
PURPOSE AND NATURE OF THE STUDY 
1. The Problem 
Purpos.~.-- The purpose of this study is to review and 
analyze selected references on salary schedules in order to 
discover criteria which might be used to draw up a check-
list in order to evaluate or develop a salary schedule. 
2. Solution of the Problem 
Research methods used.-- The method used in compiling 
the materials in this study was to examine all publications 
relating to salary schedules found through the card index 
files of the Boston Public Library and the Boston University 
School of Education Library. Periodical literature on the 
subject was located by consulting the Educati.Q!l Inc'i~x., Biq-
liography of ~esearcp Studies in Education, and Review of 
Educational Research of the American Educational Research 
Association. The information obtained from the card index 
files and the library reference books was copied on filing 
cards 3 by 5 inches. This information included the call 
number of the book, author's name, title of the book, pub-
lisher, address of the publishing company, and date of pub-
lication. In the case of periodicals, the title of the 
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article, author's name, volume and page numbers, and month 
and year was recorded on cards .3 by 5 inches. These cards 
were then used in locating the materials to be reviewed and 
in making notations as to the probable value of the material 
to this study. 
Method of selecting mater~~.-- Selection was made with 
the following questions in mind as criteria: (1) Does the 
author's apparent purpose in writing the article make a con-
tribution of value to the stated purpose of this study? (2) 
Is the article of recent enough vintage to warrant its inclu-
sion in the study? (.3) Is the author a recognized authority 
in the field? 
Summari~ations made.-- Before any summarizations were 
made, an outline was drawn up, in order that the same method 
would be used in reading and analyzing the selected refer-
ences. After considerable scanning of the literature on the 
subject, and consultations with the adviser, twelve topics 
were decided upon. These topics proved to be the ones most 
frequently mentioned in the literature. 
Then, each selected reference was read and analyzed 
using the twelve topics of the outline as a guide. These 
analyses will be found, seriatim, in Chapter II of this 
paper. 
From these summaries, a list of criteria was drawn up 
and discussed, which, according to the literature reviewed, 
seemed to serve as a basis for the evaluation or development 
of salary schedules. 
Finally, a checklist was drawn up, which will serve as 
3 
a basis for evaluating or developing salary schedules, using 
the desirable features listed in the criteria as a foundation. 
The word author as used in this paper refers to the 
actual writer of the study or article and should not be con-
fused with the word writ~x which refers to the writer of this 
paper. 
CHAPTER II 
SUMMARIES OF SELECTED REFERENCES 
1. A List of the Topics 
The following topics were decided upon, in order that 
the same method would be used in reading and analyzing the 
selected references on salary schedules. These topics 
proved to be the ones most frequently mentioned in the lit-
erature. 
I. Objectives of the salary schedule. 
II. Type of salary schedule recommended. 
III. Minimum qualifications for the appointment to each 
salary class. 
IV. Minimum salaries for each class or position. 
V. Maximum salaries for each class or position. 
VI. Increments. 
VII. Basis for granting superma.ximum salaries when such 
salaries are provided. 
VIII. Differential allowances, if any, for special assign-
ments. 
IX. Differential allowances on the basis of sex, race, 
marriage, or dependents. 
X. Transfer of teachers in service from old schedule 
to new schedule. 
XI. Amount of salary credit allowed to new teachers for 
approved experience in other systems. 
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XII. Other provisions. 
A. Leaves of absence. 
B. Substitute service. 
c. Retirement system. 
D. Payroll procedure. 
E. Efficiency ratings. 
F. Sick leave. 
The summaries of the 13 books and articles read and 
analyzed by the writer will be found in this chapter under 
the headings Objective Research Studies and Statements by 
Leading Authors in the Field. 
2. Objective Research Studies 
Drafting the Schedule 
I. Objectives_of the salarx schedul~.-­
No data given. 
v 
II. Type of salary schedule r~commended.--
A. Although there is a tendency toward increasing 
recognition of professional preparation in setting 
up the basic classification of salary schedules, the 
majority of schedules still are organized on the 
basis of position. (1936) 
!/National Education Association, Research Division. "The 
Preparation of Teachers' Salary Schedules, Part II: Drafting 
the Schedule." Research Bulletin (March, 1936), Volume 14, 
Number 3. Washington, D.C. 
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B. Additional professional training above the minimum 
required for appointment is being recognized by 
providing special salary groups and supermaximum 
salaries, and by requirements for continued train-
ing in order to advance on the salary schedule. 
III. Minimum aualifications for the appointment to each 
salary class.--
No data given. 
IV. and V. Minimum and maximum salaries for each class ox 
position.--
A. In the scheduling of minimum and maximum salaries 
for the main group of employees, classroom teachers, 
emphasis is placed on these considerations: 
1. costs of suitable standards of living for the 
beginning teacher and for the mature teacher, 
2. return on the teacher's investment in pro-
fessional preparation, 
3. relationships now existing among positions in 
amount of salary, 
4. the range from the minimum to the maximum 
salary. 
B. Other factors to be recognized are these: 
1. salaries paid in other school systems, 
2. salaries paid in other occupations, 
3. the resources for financing the schedule. 
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c. The general trend of opinion favors the establish-
ment of maximum salaries at levels adequate to 
maintain the experienced teacher and his dependents 
twelve months in the year at a standard in keeping 
with the cultural demands on the teaching profession 
and to enable him to face old age with an assurance 
of economic security. 
VI. Increments.--
A. Number and size 
Increments granted on the basis of years of ex-
perience should be substantial in amount and should 
extend over a long period of years, according to 
!I 
several recommendations. 
B. Basis for granting 
1. Increments are frequently regarded as a recog-
nition given for the value which each year of 
experience adds to a teacher's service. 
2. It also has been suggested that increments are 
not rewards for service but a method of grad-
ually raising a beginner's salary to a profes-
sional level, over a suitable period of years. 
I!Ibid., p. 72. 
2/Ibid., p. 73. 
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VII. Basis fQr granting supermaximum salaries when such 
salariep ar~. p*ovided.--
No data given. 
VIII. Differential allowan~es~ i! pny, for special assign-
ments.--
A. Specialized services 
1. The scheduling of salaries for specialized 
teaching services, such as counseling, the 
teaching of atypical pupils, demonstration 
teaching, and service as heads of departments, 
may be done in terms of the special abilities 
required for the special assignments. 
2. It is frequently recommended that, in the in-
terests of simplicity and flexibility of ad-
ministration, such special assignments be paid 
by a differential above the teachers' schedule, 
rather than by establishing separate salary 
classes. 
B. Administrative and supervisory services 
Special attention should be given to these factors: 
1. degree of directive responsibility which the 
positions carry, 
2. special economic risks involved, 
g 
3. scarcity of the ability, specialized experience, 
and qualities of leadership needed to fill the 
positions adequately. 
IX. Differential allowances on the basis of sex, race, 
marriage, or de~endepts.--
A. Sex 
1. The majority of schedules provide equal pay 
for men and women. 
2. Recently published discussions (1930-1932) 
emphasize the economic difficulties arising 
under this policy. 
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3. The argument for equal pay is based on a claim 
for justice for women, who render service which 
is as useful as that of men. 
4. The argument for a differential hinges on the 
scarcity of competent men willing to accept 
the low salaries for which competent women will 
consent to work. 
B. Race - No data given. 
C. Marriage or dependents - No data given. 
X. Transfer of teachers in service from old schedule to new 
§chedyle.--
No data given. 
xt. Amount of sala~ ~redit al~~wed tQ new teacner§ for 
approved experience in other systems.--
No data given. 
XII. Other prov~siQns.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
c. Retirement system - No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings 
1. Relatively few schedules use efficiency 
ratings as a factor in determining a teacher's 
place on the regular salary schedule. 
2. There is a greater support, both in practice 
and in published discussions, for a policy or 
selecting a few outstanding teachers for ad-
V 
vanced salaries beyond the normal maximum. 
3. There are some who insist that all such plans 
are likely to work injustice, holding that 
adequate supervision and the personal know-
ledge of the teacher himself that he is doing 
superior work which is being appreciated offer 
more satisfactory incentives to maximum ser-
10 
Y 
vice than a salary increment would provide. 
F. Sick leave - No data given. 
Writer's e~aluation.--
In this article evidence was presented from actual 
practice, research, and opinion on certain practical ques-
tions which arise in the preparation of salary schedules 
llibid., p. 81. 
2/.Ibid., p. 82. 
in local school systems. Many other articles read by this 
writer were based on the whole, or in part, on this report. 
Salary Administration 
I. Objecti~es of the salary schedule,--
No data given. 
y 
II. Type of salary schedule recommended.--
A. Until recently differences existed between salary 
paid to elementary, junior high, and senior high 
teachers. 
B. There is a considerable movement toward a single 
salary schedule for all three groups- payment 
according to years of preparation and experience. 
III. Minimum oualification~ for appointment to each salary 
class.--
No data given. 
IV. Minimum salaries for each class qr positiqn.--
A. Teachers should be paid according to the amount of 
training which they have. 
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1. Each position will then seem equally desirable, 
equally worthy of a professional career. 
2. Good teachers could be retained in the elemen-
tary and junior high grades, and they would not 
!/Leonard V. Koos, et. al., Administering the Secondary 
Sch~ol, American Book Company, Boston, 1940. 
be regarded as stepping-stones to the better 
paid jobs in the secondary grades. 
B. A wage is necessary to defray living costs plus 
allotting time for reading and study, recreation 
diversion. 
1. There is a problem of defining the acceptable 
standard of living for teachers. 
2. Also, the cost of living varies with the com-
munity. 
V. Maximum salaries for each class or position.--
If the salary schedule is relatively high it will 
attract a relatively high quality of teaching service, 
which can be maintained. 
VI. Increments.--
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A. Progress from minimum to maximum on salary schedules 
is largely accomplished by recognizing years of 
experience by awarding annual increments. 
B. No recognition is made of efficiency on many. 
c. Years of experience is the principal requisite 
for placement on the salary schedule. 
VII. Basis for granting supermaximum salaries when such 
salaries are provided.--
Many salary schedules contain supermaximum clauses 
whereby teachers are awarded increments over and above 
the regular maximum, as a result of various means of 
efficiency ratings, and distinctive service. 
VIII. Differential allowances, if any, for special assign-
ments.--
No data given. 
IX. Differential allowances on the basis of sex. race, 
marriage, orftependents.--
A. Sex 
Teachers vary as to the cost necessary to support 
men and women with and without dependents. 
B. Race - No data given. 
C. Marriage or dependents - No data given. 
X. Transfer of teachers in service from the old schedule 
to the new schedule.--
No data given. 
XI. Amount of salary credit allowed to new teachers f~r 
approved experience in other syste~s.--
No data given. 
XII. Other provisiR~S.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
C. Retirement system No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings - No data given. 
F. Sick leave - No data given. 
Writer's evaluation.--
This chapter does not bring up any new suggestions but 
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merely repeats some of the suggestions made by leading 
authorities in the field. 
Problems and Principles in the Scheduling 
11 
of Teachers Salaries 
I. Objectives of the salary schedule.--
A. Professionalization 
1. or 1850 city school systems reporting to the 
Research Division of the National Education 
Association in 1939, salary schedules were in 
operation in 1220, or approximately 66 per y 
cent. 
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2. Salary scheduling is essential for budget plan-
ning. 
3. An individual pay basis is highly unreliable 
since a teacher's real worth cannot be meas-
ured objectively. 
4. Individual bargaining is unfair to teachers 
because, under this arrangement, the best 
salary may go to the teacher who is a shrewd 
salesman rather than to the one who possesses 
lfNational Education Association, Report of the Committee on 
Salaries. Problems and Principles in the Scheduling of 
Teachers Salaries. The Association, Washington, D.C. 1940. 
yibid., p. 3. 
superior teaching qualifications. 
5. The morals of both teachers and board members 
is enhanced by a definite plan of salary pay-
ments. 
6. The establishment of sound wage policies, 
then, is of paramount importance to the pro-
fession as well as to the public. 
B. Problems 
1. The value of the educational product cannot 
be measured accurately nor can the teacher's 
unique contribution to the development of 
children be separated from those of the home, 
the church, and other social agencies. 
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2. The most important problems are those in-
volving the attraction of competent indivi-
duals into teaching, the retention of these 
persons in the service, and the maintenance of 
an alert and growing staff. 
II. Type of salary schedule recommended.--
A. Preparation type schedule 
1. The basic salary classification of teachers in 
public schools should be determined by pro-
fessional and academic qualifications, re-
gardless of the grade level of the pupils taught. 
2. Adoption of a single salary schedule implies 
the acceptance of two basic assumptions: 
a. The teaching of young children is as 
valuable to the community as the teaching 
of older children. 
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b. The amount of preparation the individual 
has for teaching is a sufficiently valid 
measure of a teacher's service to be 
used as a basis of salary classification. 
3. The single salary schedule makes it possible 
to place teachers in the grades where they can 
do the most effective work. 
4. It does away with the old situation whereby 
an elementary teacher who was both competent 
and ambitious had to seek promotion by pre-
paring for high school teaching. 
5. It tends to improve morale by unifying teach-
ers into a single professional group, with 
elementary and secondary school teachers 
working on a common footing rather than in a 
stratified class. 
B. Problems 
1. The typical single salary schedule as now 
administered does not give full professional 
recognition to elementary school teachers. 
2. If elementary school teaching really is as 
valuable as high school teaching, and if 
higher qualifications really do result in 
better teaching, it is illogical to set high-
er requirements for high school teachers. 
3. Yet the typical practice has been to set a 
lower minimum standard of preparation for 
elementary school teachers than for high 
school teachers, and thus to pay lower average 
salaries in elementary schools than in high 
schools. 
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4. Revision is not needed in the salary provisions 
themselves, but in the certification and select-
ion policies which suggest by implication that 
less preparation is necessary to be a competent 
elementary school teacher than to be a competent 
high school teacher. 
III. Minimum qualifications for appointment to each salary 
class.--
No data given. 
IV. Minimum salaries for each class or position.--
A. Criteria 
1. Teachers' salaries should be based in part on 
the cost of maintaining an appropriate standard 
of living. 
2. The minimum salary of an inexperienced teacher 
without dependents and living apart from rela-
tives but not maintaining a home should be at 
least one and one-third times the total cost 
18 
to this teacher of appropriate necessities 
based on an adequate and reasonable standard of 
living. 
B. Problems 
1. While such a formula requires some interpreta-
tion of what constitutes an nadequate and 
reasonable standard of living• it does not re-
duce the range of subjectivity by specifying 
the following items which comprise this stand-
ard: food, rent, house operation, clothing, 
health, and miscellaneous needs. 
2. What remains for decision is the determination 
of what quality and, in some cases, how much 
of each of these items are appropriate. 
3. The latter must inevitably depend upon judg-
ments arising out of discussion and thought 
by administrators, schoolboard members, teach-
ers, and other interested citizens. 
!Jibid., p. 30. 
4. In the last analysis, the community must de-
cide upon what level they wish their teachers 
to live. 
5. If they decide to accord teachers a truly pro-
fessional standard of living, this policy will 
also be reflected in the quality of living ex-
perienced by teachers and in the quality of 
service they can render. 
V. Maximum salaries for each class or nosition.--
A. Principles 
1. The maximum salaries for teachers should be 
tentatively established at a figure not less 
than twice the annual local cost of suitable 
necessities to include the maintenance of a 
home and adequate provisions for the average 
number of persons dependent upon such teachers 
for support. 
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2. Another important consideration is the ability 
and willingness of the community to support 
schools. 
3. Other considerations include the salaries paid 
in comparable school systems that compete for 
the services of the better teachers, and to 
some extent the present salary policies that 
prevail. 
B. Cost of living 
1. Some schedules provide for an automatic upward 
or downward adjustment of salary levels in 
v 
terms of the index of cost of living. 
2. In other communities, changes in salary that 
grow out of changes in price levels are made 
only when salary schedules are revised. 
VI. Increments.--
A. Number 
1. One assumption has been that the quality of 
service improves with each year of experience 
throughout the increment period. 
2. This period of growth in the past apparently 
has been estDnated (judging by typical salary 
schedule provisions) at eight or ten years. 
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3. Objective evidence in support of this practice 
does not exist. 
4. In fact, it seems doubtful, because of the 
difficulties involved in measuring teacher 
worth, that research can provide any valid 
answers to this problem - at least for several 
years to come. 
l/Ibid., p. 33. 
5. Those responsible for establishing and admin-
B. Size 
istering salary schedules, therefore, will 
have to rely upon opinion in regulating the 
nunber of increments. 
1. As late as 1936, a study by the National 
Education Associa.tion Research Division of 150 
salary schedules revealed the fact that 68 per 
cent of the cities reporting had uniform in-
crements; 13 per cent gave larger increases to 
teachers during their earlier years of teach-
ing; 15 per cent a·warded the larger increments 
to teachers at the upper end of the scale; and 
4 per cent had schedules in which other varia-
11 
tions were found. 
2. Some students of the problem have favored a 
percentage-of-salary increment, thus relating 
the size of the raise to the total salary re-
ceived the preceding year. 
3. If a constant per cent is used, this policy 
deals more generously with those in the upper 
salary brackets than with those at the middle 
or at the lower end of the scale. 
l/Ibid. , p. 29. 
21 
4. It would seem to be Ci wiser plan to advc:mce 
teachers r&"ther rapidly, after a short proba-
tionary period during -v:hich increments might 
~ell be small, to a salary that is well above 
the subsistence level, and therec,_fter gradually 
to reduce the size of the increments as teach-
ers aprroach the maximum. 
C. Basis for granting 
1. While the trend is definitely avm.y from the gen-
eral employment of r;:.tting schemes in connection 
with salary schedules, boards of education some-
times withhold annual increments from teachers 
whose services are not cler:~.rly satisfactory. 
2. Unless some such procedure is followed, the 
public m&.y react unfavorably toward automatic 
increases in salary. 
3. If every teacher vrere to attain a truly pro-
fessiona.l status, provisions of this character 
would be quite unnecessary, but such a pappy 
state of affairs has not been reached. 
4. In the mRrginal cases some controls need to be 
exercised if the general principle of auto-
matic increases is to be pres2rved. 1/ 
VII. Basis for gran.:tir~upermaJcimum sa,l§.ries_ when such 
salaries are provided.--
No data given. 
VIII. Differentic..l allowances, .~.f apy, for g·ecial as.§.im-
ments .• --
A. The application of the basic single salary schedule 
to the great majority of classroom tec..chers does 
23 
not preclude a differential above the basic schedule 
for certain positions. 
B. Differentials should be provided, however, only 
for positions that carry with them responsibilities 
and duties that really are greater or more difficult 
1/ 
thc.n those of the typical cla"ssroom teacher. 
IX. Differential allowances QJL the basis of sex, race, 
marric;_ge..t-or --'d-:-epengent~.--
A. Sex 
1. Teachers of equivalent preparation, experience, 
and teaching load should receive equal pay y 
regardless of sex. 
2. In spite of the consistent stand which teach-
ers have taken regarding this issue and the 
enactment of equal pay legislation, salaries 
of women teachers continue to be lo·wer than 
those of men. 
1/Ib-id-: , p. 12 ~ 'ijibid.' p. 13. 
3. This situation is accounted for lE_rgely by the 
failure of both educators and laymen to study 
the changing conditions which have outmoded 
24 
the traditional practice of sex discrimination. 
4.. School pra.ctices have changed in American edu-
cation and today women teachers have equalled 
men in their skill in classroom management even 
in the upper grades of the school system. 
5. Another consiceration which may account in 
part for the persistence of differentials is 
the belief that the law of supply and demand 
reQuires the payment of higher salaries to men. 
6. It is interesting, however, that the proportion 
of men teachers in the country as a whole has 
been rising steadily since 1919-1920. 
7. In that year only 14.1 per cent of teachers 
were men; by 1937-1938 the proportion had in-
creased to 21.1 per cent; this, despite sig-
nificant gain in the extension of the equal 
11 
pay principle. 
B. Race - No data given. 
C. Marriage and dependents 
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1. A more serious consiceration in the persistance 
of salary discriminations is the larger econom-
ical burden which married men have had to carry. 
2. The argument is advanced that the scale is de-
signed to make marriage attractive and possible 
for all men teachers and to offer unmarried men 
an opportunity for reasonable savings in antic-
ipation of the future costs of maintaining 
homes. 
3. Several school systems are now experimenting 
with the plan of granting family allowances to 
both men and women teachers who have dependents. 
4. When allowances for dependent children are 
available for women teachers as well as for men 
there is less basis for charges of discrimina-
tion. 
X. Transfer of_.teacll.ers in service from old schedule to D.ru! 
scheduJg.--
A. Problems 
1. If full experience credit is allowed, the older 
teachers will automatically be placed at the 
maximum. 
2. The majority of the staff will have their sala-
ries increased by several hundred dollars; and 
the cost of the salary schedule may prove pro-
26 
1/ 
hibitive. 
B. Procedure 
1. The simplest procedure is to advance teachers 
to that step on the new schedule which is next 
above their present salary assignment, assuming 
they have not reached or exceeded the new max-
imum, and disregard the number of years of ex-
perience which they have had. 
2. Inexperienced teachers will begin at the min-
imum and will be rewarded for experience accord-
ing to the steps provided in the schedule. 
3. Where a former schedule has been suspended or 
disregarded so that injustices have been done 
to certain individuals, the problem is more 
complicated. 
4. In these situations it may be necessary to 
shorten the span of increments for certain in-
dividuals in order to iron out the inequalities 
which have been produced by a former inadequate 
schedule. 
XI. Amount of sal.a.r.:y: cre.di t allowed to new teach~.rs for 
approveq_experien~§ in other ~~terns.--
A. Present practice 
27 
1. A variety of practice exists with regard to 
credit given on salary schedules for experience. 
2. Some boards of education give half credit for 
experience outside the local schools. 
3. A few provide equal recognition. 
4. A substantial number leave the matter to ad-
ministrative discretion. 
5. From a theoretical standpoint, there seems to 
be little justification for any discrimination. 
B. Procedure recommended 
1. Considerable flexibility with respect to the 
policies governing the employment of outside 
teachers should be provided in order to safe-
guard the best interests of the school. 
2. A few cities place teachers from outside the 
system on the salary ladder at a point which 
is next above the salary last received in the 
v 
other school system. 
3. This seems to be a practical solution to the 
problem although it has a few acknowledged 
weaknesses. 
1/Ibid., p. 22. 
XII. Other provisions.--
A. Leaves of absence 
1. Where travel is included as one of the pro-
fessional qualifications to be recognized in 
the schedule, it is important to specify the 
conditions under which professional growth 
credits will be allowed for it. 
2. If travel within the United States is to be 
recognized, explicit conditions should be 
stated so as to avoid misunderstanding on the 
part of both teachers and administrators. 
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3. In view of the difficulties in appraising 
travel, it would seem to be wise to limit the 
number of credits which could be applied toward 
salary promotion from this source to a fraction 
of the total. 
4. To illustrate, if thirty-two hours of credit 
were considered to constitute a year's prep-
aration and, therefore, eligibility for pro-
motion, the number of credits that should be 
recognized for approved travel might perhaps 
be held to a maximum of six or eight. v 
B. Substitute service - No data given. 
1/Ibid., p. 22. 
C. Retirement system - No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings 
1. The use of so-called efficiency ratings as a 
basis for salary awards is impractical and in-
Y 
advisable in public education. 
2. There are no instruments that determine ad-
equately the relative worth of individual 
teachers. 
3. Subjective rating scales have been found to 
produce highly inaccurate results. 
4. The total contribution of an individual teach-
er to the development of a child cannot be 
reliably determined. 
5. There are so many educational forces impinging 
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upon the growth of children that it is difficult 
to isolate and measure the specific influences 
of the teacher. 
6. Another obstacle is the effect of rating 
schemes on the morale of the teachers. 
7. Still another objection lies in the inconsist-
ency of such a policy with the nature of the 
teacher's work. 
1/Ibid., p. 16. 
8. The single salary schedule is designed to 
reward teachers on the basis of their pro-
fessional qualifications and is a much more 
objective plan of paying salaries than a sub-
1/ jective rating system. 
F. Sick leave - No data given. 
Writer's evaluation.--
This article is one of the best objective studies in 
the field of salary schedules. The Committee examined the 
available studies of teachers' salary schedules, selected 
what seemed to them to be the more important problems in-
volved, and drafted this statement of principles which 
should prove useful to teachers' committees, boards of ed-
ucation, and administrators in their efforts to improve 
existing salary arrangements. 
The writer was interested in noting the suggestions 
under salary credit allowed for travel. 
Progress and Problems in ~ual Pay 
for Equal Work 
I. Object~yes of the salary schedule.--
i/Ibid. , p. l6·. 
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g/National Education Association, Committee on Equal Opportu-
nity. Progress and Problems in Equal Pay for Eaual Work. 
The Association, Washington, D.C. 1940. 
No data given. 
II. Type of salary schedule recommended.--
A. Status 
1. The growth of the single salary schedule has 
thus far been too small to influence greatly 
the relative disparity in salaries between 
elementary school and high school teachers. 
2. In 1938-1939, the median salary of elementary 
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school teachers in cities was somewhere between 
78 and 83 per cent of the median salc:,ry of 
high school teachers. 
B. Trends 
1. The single salary type of salary schedule pay-
ing eq_ual sala.ries to elementary school and 
high school teachers of eaual qualifications, 
was first used about the year 1920. 
2. In 1924-1925, schedules of this type were re-
ported by 19.3 per cent of the cities above 
30,000 in population; in 1938-1939, by 34.8 
!I 
per cent. 
c. Effect 
1. Where single salary schedules have been in 
effect for a number of years, the relative 
1/Ibid., p. 12. 
32 
position or elementary school teachers is some-
what more ravorable. 
2. The median salary or elementary teachers was 
85.6 per cent or the salary or high school 
teachers in the median city or a group or 63, 
where single salary schedules were in errect 
11 
as long ago as 1930-1931. 
III. Minimum aualifications for appointment to each salary 
class.--
No data given. 
IV. Minimum salaries ror each class pr position.--
No data given. 
V. Maximum salarie§ for each class or ~osition.-­
No data given. 
VI. Increments.--
No data given. 
VII. Basis for granting supermaximum salaries when such 
salaries are provided.--
No data given. 
VIII. Differential allowances 1 if any 1 for ~pecial assign-
ments.--
No data given. 
IX. Difrerential allowances on the basis or seA1 race, 
marrJagel or dependents.--
A. Sex 
1/Ibid., p. 12. 
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1. Figures for eleven states show that the differ-
ences between men and women high school teach-
ers in average salary, tend to be somewhat small-
er in recent years than in the five or six 
11 
years preceding the depression. 
a. One state (Maine) reports that the average 
salary of women high school teachers is 
only slightly above 70 per cent of the 
average salary of men teachers. 
b. Another state (Arizona) reports a figure 
of 9$ per cent. 
c. The two states just mentioned are the 
lowest and highest of a group of eleven. 
2. Regional differences in the relative salaries 
of men and women high school teachers are 
suggested by the figures for the eleven states. 
The relative salary position for women appears 
to be least favorable in the New England and 
South Atlantic States. 
3. Salary schedules for high schools in cities 
over 30,000 provide a differential for men 
teachers in approximately one-fourth of the 
267 cities reporting for the year 1938-1939. 
2./Ibid., p. 17. 
y 
4. There was a reduction from 1925 to 1931 in 
the per cent of cities scheduling a differ-
ential for men; there was no further reduction 
for the group as a whole from 1931 to 1939. 
5. In the cities where higher salaries are sched-
uled for men, the maximum for men is 18.4 per 
cent above the maximum for women, in the 
median city. 
6. Differences among states in the per cent of 
men in the teaching staff show no consistent 
relationship to the level of average salary y 
of all teachers. 
7. The ten states where equal salaries for men 
and women teachers are required by law show 
no tendency to have either more or fewer men y 
teachers than the other 38 states. 
8. The median per cent of men teachers is aLmost 
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the same in a group of cities above 30,000 
where a salary differential has been scheduled 
for men teachers during recent years as it is 
in a group of cities where equal pay has been 
1/Ibid., p. 20. 
2/Ibid., p. 21. 
• 
• 
scheduled; the per cent is very slightly high-
V 
er in the equal pay cities. 
9. The suggestion is made that local, state, and 
regional influences, rooted in the social and 
economic structure, may have at least as much 
influence as a salary differential in deter-
mining the relative proportion of men teachers 
in a school system. 
B. Race 
1. Where separate schools are maintained for 
white and Negro teachers, the average annual 
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salaries of Negro teachers are much lower than y 
salaries of white teachers. 
1/Ibid., p. 22. 
2/~., p. 25 • 
a. Figures from nine states include one state 
(Louisiana) in which the average annual 
salary of Negro teachers is less than 35 
per cent of the average annual salary of 
white teachers. 
b. In another state (North Carolina) the 
average salary of the Negro teachers was 
only slightly below 70 per cent of the 
average salary of white teachers. 
c. The two states mentioned represent the 
lowest and highest ratios reported among 
the nine states. 
2. Trends over a period or years show that, in 
eight or the nine states, the relative level 
or Negro teachers' average annual salaries as 
compared to white teachers', was slightly 
higher in later years - 1935-1936, 1936-1937, 
or 1937-1938 - than in 1924-1925 or 1929-1930. 
3. The slight increases shown appear to be due in 
part to the ract that school terms ror Negro 
pupils have been lengthened somewhat more 
rapidly than terms for white pupils. 
4. Salary comparisons between white and Negro 
teachers in city school systems show that the 
median salaries of Negro teachers are at 
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levels from a halr to two-thirds or the corres-
pending salaries or white teachers. 
5. The relative levels changed very little between 
1930-1931 and 1938-1939; of seven different 
comparisons, five show improvements for the 
Negro teachers and two show a relative de-
Y 
crease. 
1/~., p. 28. 
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6. Levels of professional training of Negro teach-
ers tend to be lower than those of white teach-
ers. 
7. The differences, however, do not account in 
full for the differences in salary. 
C. Marriage or dependents - No data given. 
X. Transfer of teachers in service from old schedule to 
new schedule.--
No data given. 
XI. Amount of salary credit allowed to new teachers for 
approved exnerience in other systems.--
No data given. 
XII. Other provisions.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
c. Retirement system - No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings - No data given. 
F. Sick leave - No data given. 
Writer's evaluation.--
It was the purpose of this report to call attention 
to the present status of salary inequalities among certain 
groups of teachers; to show whether or not the trend of 
change was toward equal pay; and to point out the lines on 
which progress was being made. Little space was devoted to 
a discussion Qf the controversial issues involved, except 
to clarify the relationship of the topic to the question of 
equal pay. 
The three types of inequality discussed were those 
differences on the basis of (1) level of school taught, (2) 
sex, and (3) race. 
The writer considered this to be valuable because of 
the information it contained concerning differences in 
salary on the basis of sex, and race. In no other article 
reviewed by the writer could any information be found 
concerning inequalities in pay because of race. 
Teachers' Salaries 
I. Objectives of the salary schedule.--
The construction of teachers' salary schedules should 
be undertaken jointly by classroom teachers, school 
administrators, schoolboard members, and interested 
• 
laymen. 
II. Type of salary schedule recommended.--
All available literature seems to favor the preparation 
type or single salary schedule. 
III. Minimum qualifications for appointment to each salary 
class.--
The basic salary classification of teachers should be 
!/Hazel Davis, "Teachers' Salaries," Review of Educational 
Research, (June, 1943), 13: 276-282 
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determined by professional and academic qualifications, 
regardless of grade level taught. 
IV. Minimym salaries for each class or ROSition.--
Teachers' salaries should be based in part on the cost 
of maintaining an appropriate standard of living. 
V. Maximum salaries for each class or positiop.--
No data given. 
VI. Increments.--
Provisions should be made in a salary schedule for 
definitely announced salary increases to be awarded 
regularly at fixed intervals until a given maximum is 
reached. 
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VII. Basis for granting supermaximu~ salaries when such 
salaries are provided.--
No data given. 
VIII. Differential allowances, if any, for special assign-
ments.--
No data given. 
IX. Differ~ntial allowances on the basis of sex, race, 
marriage, or dependents.--
A. Sex 
Teachers of equivalent preparation, experience, 
and teaching load should receive equal pay regard-
less of sex. 
B. Race - No data given. 
C. Marriage or dependents - No data given. 
X. Transfer of teachers in service from old schedule to 
new schedule.--
No data given. 
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XI. Amount of salary credit allowed new teachers for approved 
experience in other systems.--
No data given. 
XII. Other provisions.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
C. Retirement system - No data given. 
D. Payroll procedure No data given. 
E. Efficiency ratings 
The use of so-called efficiency ratings as a 
basis for salary awards is impractical and inad-
visable in public education. 
F. Sick leave - No data given. 
Writer's evaluation.--
No attempt was made to draw too many specific con-
elusions, due to the fact that this was a review of some 
of the literature in the field of salary schedules. 
However, "equal pay for equal work in terms of equal 
training and experience" appears to be in conflict with 
the principle that teachers' salaries should be related to 
the cost of maintaining an adequate standard of living. 
Teachers' Salaries 
I. Objectives of the salary schedule.--
Salary schedules should be based on preparation, 
successful experience, and degree of responsibility 
involved. 
II. Type pf salary schedule recommended.--
Same as above. 
III. Minimum qualifications for the appointment to each 
salary class.--
No data given. 
IV. Minimum salaries for each class or position.--
The minimum salary should be sufficient to provide a 
suitable standard of living for a single person living 
away from home. 
V. Maximum salaries for each class or position.--
Schedules should provide annual increments in salary 
up to a possible maximum. 
VI. Increments.--
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A. The scheduled increments should permit such employees 
to assume family responsibilities at a respectable 
economic level. 
B. The increments should allow adequate savings for 
l/National Education Association, Research Division, "Desir-
able Goals for Public Education After the War; Teachers' 
Salaries." Research Bulletin, (April, 1944), Volume 22, Num-
ber 2. Washington, D.C. 
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old age and other contingencies. 
C. They should permit regular expenditures for person-
al and professional improvements. 
VII. Basis for granting sugermaximum salaries when such 
salaries are nrovided.--
Adjustments of salary above the required minimum should 
be made if and when sufficiently precise and practic-
able means of estimating differences in competency are 
available. 
VIII. Differential allowances~ if any, for special assign-
ments.--
No data given. 
IX. Differential allowances on the basis of sex, race, 
marriage, or dependents.--
No data given. 
X. Transfer of teachers in service from old schedule to 
new schedule.--
No data given. 
XI. Amount of salary credit allowed to new teachers for 
approved experience in other systems.--
No data given. 
XII. Other provisions.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
C. Retirement system No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings - No data given. 
F. Sick leave - No data given. 
Writer's evaluation.--
This article brings out the point that not only should 
salary schedules be based on preparation and experience, 
but also on the degree of responsibility involved. Too 
many administrators and school boards base salary class-
ification on preparation and experience alone. 
Public School Finance 
I. Objectives of the salary schedule.--
A. Professionalization 
43 
1. The principle of scheduling teachers' sal-
aries was established more than two decades 
ago, when the controversy raged whether to 
schedule salaries or to employ teachers on 
an individual bargaining basis. 
a. The group that advocated schedules point-
ed to the evils attending individual 
bargaining. 
b. Those who did not favor schedules men-
tioned the inflexibility of schedules to 
meet the requirements of individual 
teachers. 
1/Paul R. Mort and Walter C. Reusser, Public School Finance, 
Chapter XV, McGraw-Hill Book Co., Inc., New York, Second 
Edition, 1951, 
B. Problem 
1. The question is no longer whether or not to 
schedule teachers' salaries, but the problem 
is rather one of determining which is the 
best schedule. 
2. Many kinds of schedules have been built, 
using as the basis such factors as prep-
aration of teachers, experience, and subject 
and grade levels taught. 
3. The one type that has come into widespread 
use in recent years is the single salary 
schedule, or one based on preparation, only. 
II. Type of salary schedule recorrunended.--
A. Single salary schedule 
1. In 1942-1943, 42 per cent of the schools in 
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1/ 
cities of 30,000 to 100,000 population had this 
type of schedule in operation; in 1944-1945, 
this figure rose to 53 per cent; in 1946-1947, 
to 71 per cent; c:md in 1948-1949, to 96 per 
2. The single sala.ry schedule recognizes the 
necessity for eQual preparation of teachers 
in the lower as well as the upper grades of 
!/Ibid., p. 297. 
2/Ibid., p. 298. 
cent. 
2/ 
the elementary school and secondary school. 
3. It emphasizes preparation and experience as 
the principal !'actors that determine the 
salary of any teacher at any time, although 
it may contain other provisions. 
4. Such a schedule enables teachers to make 
professional advancement while teaching in 
any particular grade level or in any high 
school subject. 
5. It does not encourage the practice that is 
sometimes followed of moving teachers to 
higher grade levels in order to increase 
their salaries. 
6. It also discourages the practice of paying 
elementary teachers lower salaries than 
junior high school and senior high school 
teachers. 
B. Other types of schedules 
1. Position type schedule 
a. In 1942-1943, 21 per cent had such 
schedules in operation; in 1944-1945, 
13 per cent; in 1946-1947, 6 per cent; 
1/ 
and in 1948-1949, only 1 per cent. 
1/Ibid., p. 298. 
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2. Position - preparation schedules 
a. Studies show that this type of schedule 
was used by 37 per cent of the city 
school systems in 1942-1943; 34 per cent 
in 1944-1945; 23 per cent in 1946-1947; 
11 
and 3 per cent in 1948-1949. 
III. Minimum aualifications for appointment to each salary 
class.--
No data given. 
IV. Minimum salaries for each class or position.--
A. Criteria 
1. The problem of determining the mini~mn salary 
that should be paid teachers in any type of 
schedule depends upon many factors, such as 
economic conditions in the district and state, 
the salaries paid teachers in other school 
systems, and the salaries paid workers in 
2J 
other occupations. 
2. The weights given these factors are not always 
/ 
equal, as at any time some may be more import-
ant than others or their relative importance 
may change from year to year. 
1/Ibid., p. 299. 
_g}Loc. cit. 
46 
3. Regardless of the figures used, the minimum 
salary should be sufficient to enable teachers 
to maintain the standard of living co1mnen-
surate with their positions. 
B. Objective studies 
1. A study of many salary schedules will reveal 
great differences in the minimum figure, 
ranging from less than $2,000. to more than 
$3,000. 
2. In 191~9, the median of the mini~num salaries 
for 5 years of training in 190 single sa_lary 
schedules in cities was $2,515. 1.1 
V. ~1aximum salaries for each class or position.--
A. Principles 
1. The practice of establishing maximun sal&ries 
for teachers is generally reco~nended on the 
basis that it s0ts an upper lLni t represent-
ing the ability of the community to support 
education. 
2. Such maximuns should be suffic'_:-:ntly high to 
attract capable persons who wish to remain in 
teaching for a life vvork, since maximums are 
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more likely to affect teachers of high oual-
if:Lcations ond long experience c:nd who c,_re 
established in the comr.mni ty. 
B. Objective studies 
1. Recent studies shov: that in 1948-1949 the 
/ 
2. 
range of ma.xinn1m salaries in city school 
systems was from below $2,600. to over 
$5,300. 
The median of the maximum sal&ries for 4 ye<-crs 
of training -vvas ~·4, 081.; for 5 years of train-
ing, $4,650.; and for 6 ye2rs of training, 
11 $4,800. 
A. Number 
1. !~bout half of the single salary schecules. 
referred to spacing about 13 increments 
uniformly throughout the increment span. 
2. Salary schedules should provide for a wide 
range between minimum c:nd t12.ximum salc;.ries. 
B. Size 
1. The amount of the increments in single salary 
schec.ules referred to r<:cnges from less them 
~50. to more than $300., with the medic.m at 
48 
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about $106. 11 
2. Incrernsnt s should be adeque::,_te enough to guaran-
tee advencement from a reasonable rdnimum to a 
maximum that is two to three times as high as 
the minimum. 
C. Basis for granting - No data given 
VII. j3_a_e_i_e_ foR gran'l;._ing St1..PQrmc.ximum salarieJ? when SJJCh 
salarJ.§.§___§:.l:§__I?ro_yided. --
A. Principles 
1. Some school systems set supermc:~ximums for 
teachers of outstanding ability. 
2. In some other communities no 1:1o.ximums are set. 
B. Provisions 
1. New entrants into the profession without ex-
perience might be classified as beginning 
teachers and would advance regularly on the 
salary schedule for a period of years. 
2. The next gradation might be experienced teach-
ers, who would advance on the schec"'.ule for 
longer periods of time but for whom there 
would be a maximum sufficiently high to re-
tain them in the profession. 
3. The third rank might be ma.ster teacher, for 
whom there should probably be no mc:.ximum. 
VIII. Di:fferentic.l allo}'i!_a~_, _ _if cJ1yJor_§J2ecial assign-
ments.--
A. Extra duties 
1. In a number of salc:~ry schedules provisions are 
made for extra pay for extra duties assigned 
teachers. 
B. Co&.ches 
1. This is particularly true in the case of 
at~~etic coaches. 
2. It is usually defended on the basis that such 
special teachers spend an unusual amount of 
time directing their activities and that their 
working day is not compar8ble to that of 
regular classroom teachers. 
IX. Differentic.l £.11-ow§nC§E.__.Q.D_.tl:L~ basis of sex., race, 
marriage, or_ ftSUJ&.Ddent.§...--
A. Sex 
1. Theoretically, teachers should be selected on 
the basis of fitness for the position they are 
to fill regardless of individual or family 
status, but it has always been true that it is 
more difficult to secure men teachers than 
women teachers at the same salaries. 
2. Men teachers with dependents reouire a higher 
sal&.ry than teachers without dependents. 
50 
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B. Race - No da.ta given. 
C. MarriE.ge or dependents 
1. The difference between teachers with depend-
ents and those without seems to persist in 
some salary schedules, although it is per-
haps not increasing as was at one time thought. 
X. Transfer of teachers iD __ service from old schedule to 
new schedule.--
No data given. 
XI. Amount of salary credit allowed to n.eyt_j;eache~s for_ 
RnprQved e~erienc~ in other sy§~§ID~·--
No data given. 
XII. Other provisions.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
C. Retirement system - No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings 
1. The relationship between quality of service 
of teachers and their sal&ries, though theo-
retically a desirable provision, has met with 
considerable opposition. 
2. Ways and means for satisfactorily evaluating 
the quality of teacher services have not been 
developed with any degree of satisfaction to 
,,·1:" ... ,.,,., Un 1 YliH'a1 ty 
.5J';.n•·:·c•) ct .2.,:;.J.ec..•~ om 
--..._ A..ibrr.;,ry 
the profession. 
F. Sick leave - No data given. 
This book seemed to be very valuable because of the 
objective data given concerning the rapid rise of the single 
salary schedule and the decline of the position type and 
position-preparation type schedules. 
It was interesting to the writer to note the authors' 
suggestions concerning the three classifications of teach-· 
ers: (1) the new teacher who advances regularly on the 
salary schedule for a period of years, (2) the experienced 
teacher who advances for a longer period of time until a 
sufficiently high maximum is reached, and (3) the master 
teacher who has an indefinite nw.ximum. 
These suggestions might well be included in any good 
salary schedule. 
3. Statements by Leading Authors in the Field y 
Teachers' Salaries 
A. Professionalization 
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2 /WillE.rd S. Elsbree, Teachers' .. §£1-larie..§_, Burec.u of Publi-
cations, Teachers College, Columbia University, New York City, 
1931. 
1. The advent of the salary schedule was a long 
step toward the professionalization of teach-
ing. 
2. The elimination of the personal element allows 
school authorities to consider the problem in 
all its ramifications, impersonally and dis-
passionately, with an eye to the present and 
future welfare of all concerned. 
B. Problem 
1. It is no longer a question as to whether a 
school system should or should not have a 
salary schedule. 
2. The problem today is how to formulate the 
most effective schedule. 
II. Tyge Q,f _ _sp.J_ary___g!l1edule re_Qommended .--
A. Preparation type schedule 
1. The author believes in the preparation type 
schedule. 
2. Elementary teachers should be as well-trained 
and efficient as those in high school. 
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3. Current psychological dogma declares that the 
early years of childhood are by far the most 
important for habit formation and the develop-
ment of attitudes. 
4. All children pass through the lower grades, 
whereas by the time high school is reached, 
the ranks have been noticeably depleted 
through economic circumstances and limitations 
in mental ability. 
B. Problem 
1. The crux of the issue lies in the ability of 
the single salary schedule to attract capable 
individuals to the elementary field and to re-
tain in the lower grades ambitious, skillful, 
and highly trained teachers. 
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2. A problem in administering the single salary 
schedule is that as a rule it cannot be applied 
impartially to all teachers in the system, 
since it frequently is not in harmony with the 
laws of supply and demand. 
3. The scarcity of various special teachers makes 
it inexpedient for a school system to adhere 
strictly to a policy of paying all teachers 
on the basis of training and experience only. 
4. The same .difficulty arises in the case of men 
teachers and in fact, in all those positions 
where competition is unusually great. 
5. Under such circumstances, conditions of supply 
and demand cannot be ignored if the school 
system wishes to procure and retain competent 
teachers in all grades and departments. 
III. Minimum oualificc;tions f9~- awoinj;ment . to. each salc..ry 
class.--
A. Criteria 
1. The amount of compensation is directly related 
to the time, money, and effort invested in 
11 
training. 
2. Every teacher is assigned to the kind of work 
which he can best do and in which he is most 
interested. 
B. Principle 
Since amount of further training is a major de-
55 
terminant of salary, every encouragement is offered 
to the teacher to continue his training. 
IV. Minimum salaries for each class or positign.--
A. Criteria 
1. When the preparation type (single salary 
schedule) is used, the basic group will be 
those teachers with the lowest amount of 
training. 
l/Ibid., p. 55. 
2/Ibid., p. 91. 
y 
2. The minimum salary must be high enough to 
enable the community to compete for the abler 
group of graduates, and also to enable the 
teachers to live on a scale corresponding to 
their social position in the community. 
B. Problems 
1. This minimum salaryecan be arrived at only 
after a careful study of the minimum salaries 
paid in other communities of similar type and 
size, and especially the municipalities in 
the immediate vicinity. 
2. The local cost of living should be used in 
establishing the absolute minimum salary, and 
the tentative sum arrived at from the above 
comparison should be increased to insure the 
teacher an income sufficient to supply his 
needs. 
c. Principles 
1. The local cost of living is best secured 
through detailed questionnaires sent to the 
teachers themselves. 
2. For purposes of determining the absolute 
minimum salary, information for single teach-
ers living away from home only is required. 
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3. When a final figure which fa.irly represents 
the combined cost of board and room in that 
locality for the single teacher living away 
from home has been obtained, it should be 
multiplied by two. 
4. The result will approximate the amount neces-
sary to enable the teacher to maintain the 
minimum comfort standard of living, and will 
constitute a satisfactory minimum salary for 
the teaching group on the lowest level. 
V. Maximum salaries fo~_each class or position.--
A. Function 
1. It serves as a safeguard to the budget by 
setting an upper limit to mounting salaries. 
2. It is the ultimate financial goal of the 
teaching staff, and, as such, is a powerful 
factor in attracting ambitious teachers and 
holding them in the school system. 
B. Procedure 
1. In communities which have decided upon the 
single salary schedule, the maximum for the 
most highly trained teachers must be estab-
lished first. 
2. With that as a reference point, scale down-
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ward for those with lesser amounts of prep-
Y 
aration. 
3. The salaries paid in competing communities 
should constitute the lower limit for those 
in the community under consideration, and 
the tentative figure thus established should 
be adjusted upward as much as necessary to 
meet other criteria. 
c. Principles 
1. The maximum salary should be high enough to 
compare favorably with the wages paid in com-
parable occupations. 
2. A comparison should be made between the tent-
ative maximum and the maximum paid by the 
same community in previous years to ascertain 
whether sufficient allowance has been made 
for the decreased purchasing power of the 
dollar. 
3. "Real" maximum salaries should seldom, if 
ever, be lower than they have in the past. 
4. On the contrary, they should in almost every 
case be substantially higher. 
VI. Increments.--
1/Ibid., p. 101. 
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A. Number 
1. What little evidence there is indicates that 
teachers tend to improve with each successive 
year of experience up to eight or ten years. 
2. In general, the number of increments should 
never be less than eight; they should prefer-
ably be ten to twelve, or as many more as the 
corr~unity feels it can afford. 
3. The author favors the plan of varying the 
B. Size 
number of increments with the amount of prep-
aration of teachers, regarding eight increm-
V 
ents as the minimum for the lowest level. 
1. The author concurs with Evenden's pronounce-
ment that increments should approximate 10 
per cent of the basic salary. 
2. In general, if increments are uniform in size 
throughout the schedule, they should not be 
less than 10 per cent of the basic salary of 
each classification, and if graduated, they 
should average not less than this percentage. 
c. Basis for granting - No data given. 
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VII. Basis for granting supermaximum salaries when such 
salaries are provided.--
A. Criteria 
1. Eligibility for the supermaximum is usually 
restricted to those with the greatest amount 
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of training who have already reached the normal 
maximum for their respective positions and 
who have displayed superior teaching ability. 
2. The supermaximum thus affords financial recog-
nition for a combination of professional prep-
aration, length of service, and excellence of 
performance. 
B. Problems 
The author believes that in most communities, 
the advantages of a supermaximum tend to outweigh 
!I 
its disadvantages. 
VIII. Dlfferential allowances~ if any, for special assign-
ments.--
A. Principals 
1. Comparison should be made of the salaries paid 
principals in adjoining communities of about 
the same size. 
2. Determine the ratio between principals' sal-
aries and the salaries of the basic group of 
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teachers in communities of comparable size, 
and use this as a guide in formulating the 
new schedule. 
B. Supervisors 
1. While theoretically supervisors should be 
accorded the same scale of pay as principals 
in the corresponding school division, it 
frequently happens that conditions of supply 
and demand necessitate higher pay for this 
group. 
2. Bonuses or upgrading will be necessary in 
such cases to attract and retain competent 
11 
individuals. 
C. Directors 
1. The term director is applied to so many 
different kinds of positions, some administra-
tive and some supervisory in character, that 
the treatment of this group will depend large-
ly on the local situation. 
2. Where the qualifications and responsibilities 
of directors are analogous to those of super-
visors or principals, they should be paid 
correspondingly. 2:.1 
YLoc. cit. 
D. Assistant principals and vice principals 
1. Assistant principals and vice principals who 
are also teachers should be accorded whatever 
salary they would be entitled to as teachers, 
plus a bonus which will vary in size accord-
ing to the degree of responsibility assumed. 
2. Where their duties are wholly administrative 
or supervisory in character, the members of 
this group should be classified with the group 
whose qualifications 2nd responsibilities are 
most nearly comparable to theirlfwn, with or 
without a supplementary bonus. 
E. School nurses 
1. School nurses should be put on the same scale 
as teachers with an equivalent amount of 
training. 
2. From the standpoint of cost of living, nurses 
should never receive less than the minimum 
for the lowest teaching group, even though y 
their training may not warrant it. 
F. Evening school staff 
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By calculating the ratio between the number of 
hours during which evening school is in session and 
1/Ibid., p. 120. Y,Loc. cit. 
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the number of hours day school is in session, a per-
centage is obtained which can be applied to the reg-
ular schedule of the day school staff to determine 
the evening school salary scale. !I 
G. Miscellaneous 
1. Librarians should be grouped with the class-
room teachers in the same school group. 
2. Deans might well be classed with assistant 
principals. 
3. Department heads should be given a bonus in 
addition to their salaries as regular teachers. 
4. The training and duties of guidance counselors, 
visiting teachers, attendance officers, and 
similar officials, vary so greatly that no 
general principle can be established for them. 
IX. Differential allowances on the basis of sex, race, 
marriage, or dependent~.--
A. Sex 
1. A 50-50 ratio between men and women teachers 
would be ideal, but as this is usually impract-
ical, it is urged that not less than 25 per 
cent of the teaching staff in any school 
system be men. 
2. The problem of the man teacher is first and 
1/Ibid., p. 120. 
last financial. 
3. If teaching does not pay him enough to main-
tain a respectable standard of living, he 
will engage in a more remunerative occupation. 
4. As long as women applicants so greatly out-
number men in the profession of teaching, and 
as long as school boards desire to have a 
substantial proportion of able men on their 
faculties, the operation of the principle of 
laissez-faire will result in higher salaries 
v 
for men than for women. 
B. Race - No data given. 
C. Marriage and dependents 
1. A man needs more money than a woman because 
he has a family to support. 
2. Rearing children receives no direct remuner-
ation, therefore, it must be supported in-
directly by giving the husband a salary large 
enough to maintain himself and his dependent 
wife and children. 
3. Any attempt to interfere with the blind 
64 
economic forces of supply and demand which are 
responsible for the present scheme of unequal 
!/Ibid., p. 43. 
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pay must consider this matter of family sup-
port. 
4. Equal pay legislation is desirable and just-
ifiable only when it is accompanied by adequate 
11 
provision for mothers and children. 
X. Transfer of teachers in service from old schedule to 
new schedule.--
A. Principles 
1. No teacher's salary should be lowered. 
2. No teacher should receive less than the new 
minimum. 
3. All increases granted when making the transfer 
should be appreciable in size. 
B. Service credits 
1. Special consideration is frequently given to 
teachers of long experience when a new 
schedule is introduced. 
2. Since the older teachers are usually less 
well-trained than the majority of the staff 
and hence cannot qualify for the higher levels 
of the new schedule without going to undue 
effort and expense, it is common to permit 
them to offer "service creditsn instead of 
part of the preparation required by the new 
schedule. 
XI. Amount of salary credit allowed to new teachers for 
approved experience in other systems.--
A. Situation 
1. The easiest method is to consider that each 
teacher leaving is replaced at exactly the 
same point on the schedule where the former 
teacher would have been had he remained in 
the system. 
2. However, the general tendency today is to 
replace most of those leaving, regardless of 
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their position on the schedule, with new teach-
1/ 
ers at or near the minimum. 
B. Method 
1. The author does not offer any method for 
allowing salary credit for approved experience 
in other systems. 
2. Only the above mentioned present practices 
are discussed. 
XII. Other nrovisions.--
A. Leaves of absence - No data given. 
B. Substitute service 
Since the advantages and disadvantages of the 
position of substitute teacher practically offset 
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each other and since the qualifications of sub-
stitutes should be the same as those of the regular 
staff, substitute teachers should be paid at ap-
proximately the same rate as permanent teachers in 
11 
the corresponding school division. 
C. Retirement system - No data given. 
D. Payroll procedure No data given. 
E. Efficiency ratings 
1. With the refinement of our measuring instru-
ments and the development of a clearer concept 
of what constitutes good teaching, the time 
may yet come when we can measure teaching 
efficiency with an accuracy which approaches 
our present measurements of intelligence. 
2. In the meantime the author believes there is 
little, if anything, to be gained b,y employ-
ing the crude rating devices which are now y 
available. 
F. Sick leave - No data given. 
Writer's evaluation.--
Although this book was published in 1931, it contained 
the most comprehensive information for the purpose of this 
paper. More information was found in this book, analyzed 
b/Ibid., p. 121. yibid., p. 84. 
under the twelve topics, than any other book with which 
the writer came in contact. 
In later reading, the writer found that authors 
consistently referred to statements made by Elsbree in 
this book. 
Of special interest were Elsbree's suggestions concern-
ing differential allowances for special assignments. 
v 
A Sound Basis for Salaries 
I. Objectives of the sala&Y schedule.--
Ideally, salary schedules should be adjusted to the 
amount and quality of service rendered by the individ-
ual teacher. 
II. Type of salary schedule recommended.--
No data given. 
III. Minimum qualifications for the appointment to each 
salary class.--
No data given. 
IV. Minimum salaries for each class or position.--
A. The way to obtain sound educational service is to 
provide some incentive to good teachers to remain 
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in the service and to improve themselves profession-
ally, to provide a salary that will permit the 
standard of living to which teachers are entitled. 
1/Earl F. Sykes, "A Sound Basis for Salaries," The Nations 
~chQo~s, (June, 1942), 29: 25-26. 
B. A plan must be developed in which all teachers 
with equivalent training and experience will re-
ceive an equivalent base salary. 
V. Maximum salaries for each class or position.--
No data given. 
VI. Increments.--
A. With each increase or decrease of 10 per cent in 
the cost of living index, the salaries of the 
teachers would automatically be raised or lowered 
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an equivalent amount according to the circumstances. 
B. A provision should be made to the effect that cuts 
made because of an emergency will be restored as 
soon as possible, and be repaid whereever possible. 
VII. Basis for granting supermaximum salaries when such 
salaries are nrovided.--
No data given. 
VIII. Differential allowances, if guy, for special assign-
ments.--
Differentials should be provided for those who are 
assigned added responsibilities and duties not recuired 
of the ordinary teacher. 
IX. Differential allowances on the basis of sex, race, 
marriage, or denendents.--
A. Sex 
Men must be assured of the possibility of earning 
enough to meet the added income burden that accomp-
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any marriage and raising a family. 
B. Race - No data given. 
c. Marriage or dependents - Same suggestions as listed 
under Sex. 
X. Transfer of teachers from old schedule to new schedule.--
No data given. 
XI. Amount of salary credit allowed to new teachers for 
approved experience in other systems.--
No data given. 
XII. Other provisions.--
A. Leaves of absence 
A sound salary plan would also provide for at 
least one semester's sabbatical leave with at 
least half-pay for each seven years of service. 
B. Substitute service - No data given. 
c. Retirement system - No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings 
1. Plans that provide that teachers' salaries 
be based on merit inevitably terminate in 
undesirable outcomes. 
2. If estimates of merit are based upon sub-
jective judgments by supervisors and adminis-
trators the result will be an unwholesome 
relationship between the teachers and those 
who serve in an administrative or supervisory 
capacity, and also among the teachers them-
selves. 
3. If an attempt is made to determine merit by 
objective means, namely, results or achieve-
ments of pupils as measured by standardized 
tests, teachers will resort to coaching for 
tests and will even attempt to obtain all 
possible tests in the subject or field and 
to coach their pupils to make a good showing 
in each and every one. 
Writer's evaluation.--
This article was selected by the writer because it 
contained the only positive suggestions concerning leaves 
of absence found in the reading. Many writers suggest 
that the salary schedule should provide for leaves of 
absence but they do not make any concrete suggestions. 
Scheduling Teachers' Salaries 
I. Objectives of the salary schedule.--
No data given. 
II. Type of salary schedule recommended.--
No data given. 
1/Arthur B. Moehllnan, "Schedulin~ Teachers' Salaries," The 
Nations Schools, (November, 1942), 30: 13. 
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III. Minimum aualifications for the appointment to each 
salary class.--
No data given. 
IV. Minimum sala~ies for each class or position.--
No data given. 
V. Maximum salaries for each class or position.--
No data given. 
VI. Increments.--
No data given. 
VII. Basis for granting supermaximum salaries when such 
salaries are provided.--
No data given. 
VIII. Differential allowances, if any, for special assign-
ments.--
A. It is difficult to justify a low salary for a full 
day's instructional program and then add "extras" 
from 10 to 25 per cent for "extracurricula" activ-
ities. 
1. Such practices are dangerous to the whole 
teaching concept. 
2. The public does not understand "extras" and 
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is not enthusiastic about permanent "overtime." 
B. Salary differentials for secondary over elementary 
school teachers cannot be justified. Teaching 
skill may be initially measured by technical prep-
aration and initial salary schedules based on 
years of general and professional preparation. 
C. There is no justification within our democratic 
pattern for any wage principle except that of 
"equal pay for equal work." 
IX. Differential allowances on the basis of sex, race, 
marriage, or dependents.--
A. Sex 
There is no more validity for a sex salary differ-
ential than for a race or religious differential. 
B. Race - Same as above. 
C. Marriage or dependents 
1. The act of marriage and of rearing children 
is a personal affair that should never be 
confused with teaching service. 
2. To single out professional groups for special 
consideration for salary purposes is class 
legislation and is untenable as a democratic 
principle. 
3. Fiscal rewards for procreation should not 
be confused with payment for teaching service. 
a. There is no correlation between efficient 
teaching and number of children sired. 
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b. Teaching salary schedules should recognize 
and reward total teaching effort only. 
X. Transfer of teachers in serv~~~ from the old schedule 
to the new schedule.--
No data given. 
XI. Amount of salary credit allowed new teachers for ap-
proved experience in other systems.--
No data given. 
XII. Other provisions.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
C. Retirement system - No data given. 
D. Payroll procedure - No data given. 
E. Efficiency ratings - No data given. 
F. Sick leave - No data given. 
Writer's evaluation.--
Moehlman has some very strong arguments against differ-
entials. It would seem that if the regular teaching salary 
were high enough there would be no need for differentials. 
However, dependents must be supported regardless if 
the differential is given to men or to women. 
Defensible Spending for Public Schools 
I. Objectives of the sal~schedule.--
A. Professionalization 
1. A salary schedule is impersonal and object-
1/Arvid J. Burke and Paul R. Mort, Defensible Spending for 
Public Schools, Columbia University Press, New York, 1943. 
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ive and eliminates many petty psychological 
v 
conflicts. 
2. It is easier to administer than individual 
bargaining. 
3. It improves the status of teaching as a 
profession. 
B. Problems 
1. It simplifies budget making. 
2. It increases security and makes for stability 
in employment. 
II. Type of salary schedule recommended.--
A. These authors do not specifically recommend any 
certain type of salary schedule. They merely 
point out.the advantages and disadvantages of the 
position type schedule, the preparation type 
schedule, and the merit type schedule. 
B. Separate schedules 
1. Generally, separate schedules are provided for 
classroom teachers, administrative and super-
visory employees, special professional ser-
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vices, clerical or office employees, skilled or 
v 
semi-skilled services, and unskilled labor. 
1/Ibid., p. 325. 
g}Ibid., p. 328. 
III. Minimum qualifications for appointment to each salary 
class.--
Other than making a statement that a salary schedule 
should summarize the qualifications for each type of 
position, no other data is given. 
IV. Minimum salaries for each class or positiop.--
A. Criteria 
B. 
1/Ibid., 
1. The determination of a reasonable minimum 
salary depends largely upon what constitutes 
a minimum standard of living conducive to 
good teaching and the cost of maintaining 
1.1 
that standard. 
2. Another consideration is the number of years 
of experience and the amount and the cost of 
preparation required. 
3. Earnings in other occupations and other fact-
ors which enter into the maximum salary are 
not so important in studying the minimum. 
Problems 
1. It is true that minimum salaries paid in 
other co~nunities will have a bearing on 
personnel recruited, but ambitious teachers 
will accept a relatively low minimum if the 
maximum is high enough. 
p. 330. 
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2. It is a mistake to offer a high minimum at 
the expense of a high maximum, because there 
will be a certain degree of turnover among 
new recruits anyhow, and the system eventually 
will probably lose many of its best teachers 
to other systems with higher maximum salaries. 
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3. The minimum which a community must pay relative 
to other communities is relative to the 
maximum. 
V. Maximum salaries for each class or nosition.--
A. Principles 
1. In establishing a maximum salary the major 
considerations consist in making teachers 
believe that teaching is an attractive career 
for persons of ability and background and 
attracting and holding good personnel in the 
school system. 
2. Special attention should be given to: 
a. cost of preparation for the position, 
b. teachers' salaries in other communities, 
c. possible changes in price levels, 
d. the budgeting problem, 
e. the ability of the community to pay, 
f. the possibilities of state or Federal aid. 
1/Ibid., p. 331. 
11 
B. Problems 
Facts relative to the cost of certain desirable 
cultural experiences for teachers such as foreign 
travel or summer school attendance should also be 
considered in determining the maximum salary. 
VI. Increments.--
A. Number and size 
1. If the annual increments are large and can be 
earned in a short period of time, either the 
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maximum will be relatively low or the possible 
cost of the salary schedule will be relatively 
!I 
high. 
2. If the increments are small and spread over a 
longer period of time, then the maximum can be 
made relatively high, at a reasonable cost, 
depending upon turnover, tenure, retirement 
age, and other factors. 
B. Basis for granting 
In granting increments there are a number of un-
solved problems: 
a. When do teachers reach maximum efficiency? 
b. How long do teachers continue to grow? 
c. When does a teacher's service tend to 
1/Ibid., p • .332. 
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decrease in value? 
d. At what age do teachers have to assume 
their greatest responsibilities for family 
and community life? 
e. At what age are a teacher's living needs 
the greatest? 
VII. Basis for granting supermaximum salaries when such 
salaries are Rrovided.--
These authors quote from Lewis on this subject: 
1. The more and better the academic and profession-
al preparation that a teacher has, other factors 
being equal, the more salary she should have. 
2. The more successful experience a teacher has 
had, other factors being equal, the more 
salary she should receive. 
3. There should be enough flexibility in the 
salary schedule to provide extra pay for teach-
ers of extra ability. 
VIII. Differential allowances, if any, for special assign-
ments.--
No specific recommendations. 
IX. Differential allowa~ces on the basis of sex, race, 
marriage, or dependents.--
A. Sex 
Between the sexes there should be, wherever 
possible, equal pay for equal merit, equal 
l/Ibid., p. 326. 
training, eQual experience, and eoual work. 
B. Race - No data given. 
C. Marriage - No data given. 
D. Dependents - No data given. 
X. Transfer of teachers in service from old schedule to 
new schedule.--
These authors quote the following principles from y 
Cooke: 
1. No teacher's salary should be reduced as the 
result of the new schedule. 
2. All teachers' salaries should be increased 
at least to the minimum to which their prep-
aration entitles them, except in the case of 
those teachers whose inefficiency has been 
clearly demonstrated. 
3. Teachers who have been receiving more than 
the minimum for their group should receive no 
regular annual increments until the group has 
been advanced to their present level. 
4. Teachers who have been receiving more than 
the maximum for their group should not be 
eligible for further increases until further 
preparation is secured. 
1/Ibid., p. 326. ~Ibid., p. 327. 
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XI. Amount of Sqlary credit allowed to new teachers for 
anproved experience in other systems.--
A. Teachers who come into the system with teaching 
experience should be placed above the minimum for 
their group. 
B. Generally, two years of experience outside the 
system should be equal to one in the system. 
XII. Other provisions.--
A. Leaves of absence - No specific recommendations. 
B. Substitute service - No specific recommendations. 
C. Retirement system - No specific reco~nendations. 
D. Payroll procedure - No specific recommendations. 
E. Efficiency ratings 
1. The merit type schedule attempts to overcome 
the limitations of assuming that given amounts 
of preparation or given amounts of experience 
are really valuable. 
2. However, rating at the present time is itself 
a very subjective process and has serious 
v 
effects upon morale. 
F. Sick leave - No specific recommendations. 
Writer's evaluation.--
Some of the suggestions offered in this book were 
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repetitious because one of the co-authors was the author 
of another book analyzed in this paper. 
However, the writer deems it necessary to include this 
book in this paper because of the authors' valuable recom-
mendations concerning minimum and maximum salaries, incre-
ments, and amount of salary credit allowed for approved ex-
perience in other systems. 
The Hazleton City Salary Schedule 
I. OpjectJ.v~s of the sala~chedule.--
A. The salary schedule should not decrease salaries. 
B. The schedule should include all professional em-
ployees in the schools for whom state certification 
is necessary. 
C. The schedule should be based on experience and 
preparation. 
II. Type.~f_JLqlary schedule reCQmiD§Pded.--
The schedule should classify salaries according to 
amount of preparation and not according to placement-
equal salaries for equal training and experience. 
III. Minimum oualifications ~or appointment._!o each_s~lary 
class.--
No data given. 
1Jsarah Minnich, nThe Hazleton City Salary Schedule,n The 
American S~hool Boarg Journal, (August, 1944), 109: 34. 
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IV. MinimYm salaries for each cl~sE or posit1on.--
The minimum salary should be sufficiently large to 
attract capable young men and women to the profession, 
to give an opportunity for saving and some repayment 
on the investment in education, and to permit profes-
sional improvement. 
V. Maximum salar~es for each class or position.--
The maximum salary should be high enough to justify 
looking upon teaching as a career. 
VI. Increments.--
A. Number 
1. There should be at least eight increments on 
the Bachelor's level. 
2. There should be at least twelve increments on 
the Master's level. 
3. There should be at least twenty increments on 
the Doctor's level. 
B. Size - No data given. 
C. Basis for granting - No data given. 
VII. Basis for granting supermaximum salaries when such 
salaries are provided.--
No data given. 
VIII. Differential allowances, if any, for special assign-
ments.--
A. There should be extra increments for jobs requiring 
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special responsibility. 
B. A job analysis should be made to determine whether 
extra pay for certain extra duties should be in-
cluded in the contract. 
IX. Differential allowance§ on the basis of sex, race, 
marriage, gr dependents.--
A. Sex 
There should be no discrimination in the salary 
schedule because of sex. 
B. Race - No data given. 
c. Marriage 
There should not be any discrimination in the 
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salary schedule because of marital status. 
D. Dependents - No data given. 
X. Transfer of teachers in service from old schedule to 
new schedule.--
The adjustment of the old schedule to the new schedule 
should be made by annual increments added to the salary 
paid at the time of the adoption of the schedule until 
the maximum for the level of training achieved by each 
teacher has been reached. 
XI. Amount of salary credit allowed to new teachers for 
approved experience in other systems.--
No data given. 
XII. Other provision~.--
A. Leaves of absence - No data given. 
B. Substitute service - No data given. 
c. Retirement system - No data given. 
D. Payroll procedure No data given. 
E. Efficiency ratings - No data given. 
F. Sick leave - No data given. 
Writer's evaluation.--
The writer thinks that the author's suggestions re-
garding number of increments should be well-worth consider-
ing by administrators and school boards. 
Financing Public Schools in the United States 
I. Objectives of the salary schedule.--
A. Professionalization 
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1. In the absence of an automatic salary schedule, 
teachers must bargain individually with school 
boards. 
Individual bargaining is almost certain to 
give the advantage to the aggressive, the 
politically powerful, the personally in-
fluential, and those who can use other forms 
of pressure. 
2. Morale among the entire teaching force is 
likely to be bad when compensation is deter-
i/Arvid J. Burke, Financing Public Schools in the United 
States, Chapter XVIII, Harper and Brothers, New York, 1951. 
mined upon the basis or individual bargaining. 
3. A salary schedule is impersonal and objective, 
and eliminates many petty psychological con-
1/ 
flicts. 
a. It is easier to administer. 
b. It simplifies budget-making. 
c. It increases security and makes ror 
stability in employment. 
d. It improves the status of teaching as a 
profession. 
B. Problems 
1. A salary schedule should not determine educa-
tional, personnel, and salary policies. 
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The schedule should grow out of and be a means 
for putting agreed upon policies into efrect. 
2. There is the danger that the equalizing effect 
of a salary schedule will weaken initiative to 
do a better than average job. 
This can be avoided by a good supervisory 
program and a properly conceived schedule. 
3. The disadvantages can be overcome and the ad-
vantages of a salary schedule are great. 
i/Ibid., p. 497. 
yibid., p. 498. 
2./ 
_........ ...... ____________________ __ 
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II. Type_of salary schedule recommended.--
The author describes the three types of salary schedules 
that are in use at the present time: (1) the position 
type, (2) the preparation type, and (3) the merit type. 
However, he does not specifically recommend the use of 
a certain type. In describing the merit type schedule, 
the author does mention: 
1. Rating at the present time is itself a very sub-
j ecti ve process~· and has serious effects upon 
morale. 
2. The extent to which merit should be a factor in 
salary schedules will depend upon how it affects 
morale and operational achievements. 
III. Minimum guali~ications for apoointment to e~cp salary 
class.--
The salary schedule should summarize the qualifications 
for each type of position and the laws, rules, and 
regulations regarding appointments~ tenure, dismissal~ 
!I 
and retirement of all personnel. 
IV. Minimum salaries for each class or position.--
A. Criteria 
Minimum salary problems must be solved by studying: 
1. earnings in other occupations, 
i/Ibid., p. 501. 
• 
• 
2. living standards and costs, 
cost of teacher education, 
supply and deman1; 
public opinion. 
B. Earnings in other occupations 
1. It is an axiom in economics that workers tend 
to migrate from low-paid, overc~owded occupa-
tions to better-paid, less crowded cal11ngs. 
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2. When secretaries, with a high school education 
can earn more than a teacher, with a college 
education, then less qualified young persons 
will make the investment required for teacher 
preparation. 
C. Living standards and costs 
1. School authorities should provide salaries 
high enough to purchase the agreed-upon living 
standards in the community, assuming the teach-
er has average managerial ability and an 
2/ 
average dependency load. 
2. Housing costs plus transportation costs prob-
ably are the best single index of differences 
in total cost of living at standards in which 
the costs of these have significant place in 
the budget. 
D. Cost of teacher education 
1. The cost of teacher preparation is determined 
by two circumstances - the length of prepara-
tion reQuired and trends in the cost of high-
er education. 
2. Salary levels for teachers must be based in 
part upon the cost of teacher preparation -
both pre-service and in-service. 
E. Supply and demand 
No specific data. 
F. Public opinion 
1. The only teacher salary policies which will 
remain in force are those which the public 
!I 
will continue to support. 
2. The first step in gaining such public under-
standing and support is having definitely 
established policies and standards that are 
defensible. 
V. Maximum salaries for each class or position.--
A. Principles 
Salary increases and attainable maximums should 
be arranged so that: 
!/Ibid., p. 486. 
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1. they offer a career in teaching, 
2. they encourage the best young men and 
women from high school to prepare for 
teaching, 
3. they secure constant improvement during 
11 
the time of teaching. 
B. Provisions 
1. Provisions should be made in a salary schedule 
for definitely announced salary increases to 
be awarded at fixed intervals of time until 
2.1 
a maximum is reached. 
2. Teachers who have been receiving more than the 
maximum for their group should not be eligible 
for further increases until further prepara-
tion is secured. 
VI. Increments.--
A. Number 
1. Teachers' salaries can be kept close to the 
minimum during the trial or probationary 
period (usually about three years.) 
2. Once a person has demonstrated his capacity 
to assume his professional responsibilities, 
he should be stepped up as quickly as possible 
J../Ibid., p. 498. 
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to a professional salary level, probably 
within five years after the probationary 
11 
period. 
B. Size 
No specific recommendations. 
C. Basis for granting 
No specific recommandations. 
VII. Basis for granting supermaximum salaries when such 
salaries are provid~d.--
A. Principles 
1. There should be enough flexibility in the 
salary schedule to provide extra pay for 
2:.1 
teachers of extra ability. 
2. Teachers' salaries should be based in part on 
the cost of maintaining an appropriate 
standard of living. 
B. Provisions 
Salary schedules should include statements 
concerning the basis for awarding supermaximum 
:il 
salaries, if any. 
VIII. Differential allowances, if any, for special assign-
ments.--
No data given. 
1/Ibid., p. 502. 
,Yibid., p. 501. 
Z/Ibid., p. 498. 
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IX. Differential allowances on the basis of sex, race, 
marriage, or dependents.--
A. Sex 
Between the sexes there should be, whenever pos-
sible, equal pay for equal merit, equal training, 
equal experience, and equal work. 
B. Race 
No data given. 
c. Marriage or dependents 
1. Unless personnel policy recognizes the 
dependency problem, men cannot make teaching 
a life's work. 
2. The soundest policy is to give recognition to 
the dependency problems of all teachers 
11 
regardless of sex. 
X. Transfer of teachers in service from old schedule to 
new schedule.--
A. Principles 
1. No teacher's salary should be reduced as a 
result of the new schedule. 
2. All teacher's salaries should be increased at 
least to the minimum to which their prepara-
tion entitles them, except in the case of 
those teachers whose inefficiency has been 
!/Ibid., p. 479. 
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clearly demonstrated. 
3. Teachers who have been receiving more than 
the minimum for their group should receive 
no regular annual increment until the group 
has been advanced to their present level. 
4. Teachers who have been receiving more.than 
the maximum for their group should not be 
eligible for further increases until further 
preparation is secured. 
XI. Amount of salary credit allowed to new teachers for 
approved experience in other systems.--
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The author made the following suggestions on this point: 
1. All new teachers coming into the system should 
be placed on the new schedule at once, pro-
viding that the minimum qualifications are met. 
2. Teachers who come into the system with teach-
ing experience should be placed above the 
minimum for their group. Generally, two years 
of experience outside the system should be 
!I 
equal to one in the system. 
XII. Other provisions.--
A. Leaves of absence - No data given. 
B. Substitute service 
1/Ibid., p. 499. 
1. The objectives in the administration of sub-
stitute service is the maintenance of oper-
ational efficiency. 
2. Large systems can retain a number of full-
time employees specifically prepared for sub-
1/ 
stitute service. 
3. All systems should pay substitutes on the same 
basis as they pay regular employees with sim-
ilar qualifications. 
4. The maintenance of effective substitute ser-
vice in small school systems generally can be 
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attained only by utilizing some central agency 
such as a teachers' college or a county super-
intendent's office. 
C. Retirement system 
The salary schedule should include information con-
cerning amounts deducted for retirement, taxes, or 
group insurance. 
D. Payroll procedure 
1. The schedule should include policies on re-
imbursement for travel related to daily work, 
summer school attendance, extra duties, over-
time or other expenses incurred in connection 
1/Ibid., p. 503. 
with work. 
2. It should include data on length of term, 
holidays, frequency of payment, date of pay-
ment, place of payment, and manner of pay-
1/ 
ment. 
3. Procedures to be followed in securing adjust-
ments in payment resulting from errors, 
omissions, or lack of data should be in-
eluded in the salary schedule. 
E. Efficiency ratings - No data given. 
F. Sick leave 
1. A growing number of school systems are allow-
ing a certain number of days of sick leave 
annually without salary or wage reductions. 
2. Many school systems allow this leave to 
accumulate. 
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3. The objective in cumulative leave is to provide 
security against serious illness and to dis-
courage unnecessary absence. 
4. In the .case of absences not sanctioned by 
regulations, there may be penalties as well 
as full payroll deductions. 
Writer's -~yaluation.--
1/Ibid. , p. 502. 
The writer feels that this chapter in Burke's book is 
a substantial contribution to the literature in the field of 
salary schedules. 
However, not too many of these suggestions were origin-
al with Burke. He made constant reference in his book to 
articles and studies made by the National Education Associa-
tion, and research studies made by other authors in the 
field. 
It was interesting to note that no mention was made of 
efficiency ratings or provisions for allowances for extra 
duties. All the other important phases seemed to be covered 
very thoroughly. 
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CHAPTER III 
AN ANALYSIS OF THE EDUCATIONAL LITERATURE TO DERIVE 
A SET OF CRITERIA OR STANDARDS BY WHICH TO DEVELOP 
A CHECK LIST. 
1. Discussion of Criteria 
The following criteria are in agreement with those ad-
vocated by all available literature, and are acceptable as 
a basis by which to develop a checklist in order to evaluate 
or develop a salary schedule. 
1. The schedule should include all professional employ-
~--- When all professional employees are not included in 
the schedule there is a tendency toward individual bargain-
ing. All professional employees are concerned with the 
teaching of the child, and since education is a process where-
by the whole child is considered, then all those responsible 
for the development should receive equitable consideration. 
2. The schedule should classify salaries according to 
the amount of preparation attained by each teacher and not 
according to placement in the school system.-- Salary 
differentials for secondary over elementary teachers cannot 
be justified. Teaching skill may be initially measured by 
technical preparation, and initial salary schedules based 
on years of general and professional preparation. 
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3. Local standards as to oualifications for apnoint-
ment to positions in the school service should be stated.--
They may be stated in terms of: (a) training, (b) native 
ability and personality, and (c) experience. 
4. The minimum salary should be sufficiently large to 
attract capable young men and women to the profession, to 
give an opportun~for saving and some repayment on the in-
vestment in education, and to permit professional improve-
ment.-- All educational literature is in agreement with this 
criterion. However, the same literature also agrees that 
the salary schedule should avoid setting the salaries of 
beginning teachers too high at the expense of older or 
more experienced teachers. 
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Some of the standards suggested by educational liter-
ature, for determining the minimum salaries of teachers, are: 
a. At least twice the local average annual expenditure 
by teachers for board and room - subsistence wage 
for twelve months. 
b. One and one third times the cost of necessities. 
c. An amount equal to or better than the average min-
imum salary paid in comparable school systems. 
d. An amount large enough, over and above a subsistence 
wage, to represent a return on the teacher's in-
vestment in professional training. 
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5. The me.ximum salary should be high enough to .iustify 
looking upon teaching as a caree~.-- All available liter-
ature is in agreement with the following: 
a. At least twice the cost of necessities for an 
experienced teacher, these necessities to include 
the maintenance of a home and provisions for the 
average number of persons dependent upon such teach-
ers for support, thus providing (above necessities) 
for giving, education and cultural activities, and 
savings. 
b. An amount equal to or better than the average in-
come received by persons of similar ability, train-
ing, and experience in other occupational groups. 
6. Annual increments should be appreciable in size, 
from $100. to $300.-- Among provisions to be specified in the 
salary schedule are: 
a. Number of increments. 
b. Spacing of increments: 
May be granted annually, or at longer intervals. 
May begin at once, or after probationary period. 
May stop after specified period or continue through 
entire service. 
c. Amount of increments: 
Large enough to be perceptible additions to annual 
100 
income. 
Increments uniform in size throughout period when 
granted. 
Smaller increments at outset, increasing in size. 
Large increments at outset, with later ones smaller. 
d. Basis for granting increments: 
Automatically, on basis of quality and added years 
of experience. 
Conditionally, on basis of quality of service, or 
the meeting of reQuirements for additional prep-
aration. 
7. Adjustments of salary above the __ rnaximum shoulct be 
made if and when sufficiently precise and practicable means 
of estim2.ting differences in conpetency are available.--
However, all ave:~.ileble literature agrees the.t there CJ.re no 
instrm:aents that determine adecuately the relative vmrth of 
individual teachers. 
8. Extra increments should be granted for jobs recu~ring 
special responsibility.-- Teachers with special responsibil-
ities are entitled to e:z:tr2 increments. Inc'lustry c:;.nd business 
recognize this fact and set salaries accordingly. How·ever, 
in order to avoid the possibility of ::.ncividual bargaining 
some cefini te plc.Il of av;E,rding these increments fhould be 
deterri!inec'! l<hich is dependent ur:on the D.mount .:md type of 
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these responsibilities. 
9. A job analysis should be made to determine whether 
extra pay for certain extra duties reouired of individual 
teachers should be included in the contract.-- Jobs are 
graded in terms of the following factors or a combination 
of them: 
a. 
b. 
c. 
d. 
e. 
f. 
10. 
The place of the position in the line of authority. 
The need for supervisory relations. 
The degree of initiative and resourcefulness re-
quired. 
The responsibility of the position. 
The experience requirements. 
The education and training requirements. 
No discrimination should be made in the salary 
schedule because of sex, race, or marital status.-- However, 
educational authorities also agree that there should be a 
salary differential for married teachers with dependents, and 
many cities have adopted such a plan. Single teachers should 
receive the same pay regardless of sex but married teachers 
with dependents should receive enough money to enable them to 
maintain the same standard of living as single teachers. 
11. The salary schedule should not decrease any salaries 
of teachers now emnloyed in the system.-- The principle of 
ex post facto operates in this situation. Teachers in ser-
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vice should not be penalized by a new ruling making salaries 
dependent upon preparation, when formerly preparation had 
little to do in determining their salaries. 
12. The adjustment of the old schedule to the new 
schedule should be made by annual increments added to the 
salary paid at the time of the adoption of the schedule 
until the maximum salary for the level of training achiev~d 
by each teacher has been reached.-- New salary schedules, in 
most cases, mean a larger school budget. If, in adjusting 
the old schedule to the new, teachers received the difference 
in their salaries in a lump sum the cost to the taxpayer 
would, in many cases, be enormous. If the adjustment is 
gradual it may be possible in some communities to consolidate 
classes when teachers retire and save money in this manner. 
In other cases young teachers may be appointed to replace 
those who retire, and the money thus saved will help to de-
fray at least part of the new schedule. 
13. Teachers from outside tQe system should be placed 
on the salarx ladder at a poin~ which is next above the 
salary last received in th~ other school system.-- This 
seems to be a practical solution to the problem although it 
has a few acknowledged weaknesses. 
Generally, two years of experience outside the system 
should be equal to one in the system. Considerable flexibil-
ity with respect to the policies governing the employment 
of outside teachers should be provided in order to safe-
guard the best interests of the school. 
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14. At least one semester's sabbatical leave for each 
seven years of service should be provided wi~h .at least 
half-pay.-- This will give the teacher an opportunity to 
travel, to study, or to obtain cultural experience which 
are so valuable in the classroom. 
15. In view of the difficulties in appraising travel, 
the number of credits which could be applied toward salary 
~motion should be limited to a fractiQn of the total.--
To illustrate, if thirty hours of credit were considered to 
constitute a year's preparation and, therefore, eligibility 
for promotion, the number of credits that should be recog-
nized for approved travel might perhaps be held to a maximum 
of six or eight. 
16. Substitute teach~~s should be gaid at approximately 
the same rate as permanent teachers in the corresponding 
school division.-- The advantages and disadvantages of the 
position of substitute teacher practically offset each other 
and the qualifications of the substitute teacher should be 
the same as those of the regular staff. Therefore, substi-
tutes should be paid accordingly. 
17. The salary schedule should include information 
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concerning amounts deducted for retirement, taxes, or group 
insurance.-- This is important information that every worker 
is interested in, and it is only fair that teachers should 
be informed concerning these deductions. 
18. The salary schedule should include data on length 
of term, holidays~ freq~ency of Rayment, and manner of pay-
ment.-- Procedures to be followed in securing adjustments 
in payment resulting from errors, omissions, or lack of data 
should be included, also. 
19. In most instances it has proved dif~icult or almost 
impossible to use efficiency ratings as a basis for salary 
awards.-- All available literature agrees that there are no 
instruments that determine adequately the relative worth of 
individual teachers. 
20. A certain number of days of sick leave should be 
allowed annually without salary or wage reductions. This 
should be allowed to accumulate.-- The objective in cum-
ulative leave is to provide security against serious ill-
ness and to discourage unnecessary absence. 
In the case of absences not sanctioned by regulations, 
there may be penalties as well as full payroll deductions. 
2. Checklist for Salary Schedules 
The following checklist seems to the writer to be in 
agreement with all the principles set forth by objective 
105 
research studies and statements made by leading authorities 
in the field of salary schedules. 
It seems that this checklist could be put to good use 
by aruainistrators, school board members, and teachers' 
committees in evaluating a salary schedule already in effect 
or in the development of a new salary schedule. 
1. Does the salary schedule include all professional 
employees for whom state certification is necessary? 
2. Does the salary schedule classify salaries according 
to the amount of preparation attained by each teacher and 
not according to placement in the school system? 
3. Are local standards stated as to aualifications for 
appointment to positions in the school -service? 
4. Is the minimum salary sufficiently large enough to 
attract capable young men and women to the profession? 
5. Is the minimum salary sufficiently large enough to 
give the teacher an opportunity for saving? 
6. Is the minlinum salary sufficiently large enough to 
give the teacher some repayment on the investment in 
education? 
7. Is the m1n1mum salary sufficiently large enough to 
permit professional improvement? 
3. Is the maximum salary high enough to justify looking 
upon teaching as a career? 
9. Are the annual increments appreciable in size, at 
least $100. to $300.? 
10. If adjustments in salary above the maximum are made, 
are the means of estimating differences in competency 
sufficiently precise and practicable? 
11. Are extra increments provided for jobs requiring 
special responsibility? 
YES NO 
( ) ( ) 
( ) ( ) 
( ) ( ) 
( ) ( ) 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( i ' 
( ) ( 
( ) ( 
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YES NO 
12. Is a job analysis made to determine whether extra 
pay for certain extra duties recuired of individual teach-
ers should be included in the contract? ( ) ( ) 
13. Are discriminations because of sex, race, and marital 
status absent in the salary schedule? ( ) ( ) 
14. Does the salary 'schedule provide for a differential 
for married teachers with dependents? ( ) ( ) 
15. Does the new salary schedule increase the salaries 
of all teachers now employed in the system? ( ) ( ) 
16. Is the adjustment of the old schedule to the new 
schedule made by annual increments added to the salary 
paid at the time of the adoption of the schedule until 
the maximum salary for the level of training achieved 
by each teacher has been reached? ( ) ( ) 
17. Are new teachers with approved experience in other 
systems placed on the salary ladder at a point which is 
next above the salary last received in the other school 
system? 
18. Is one semester's sabbatical leave provided after 
each seven years of service with at least half-pay? 
19. When salary promotion is allowed for travel, are the 
number of credits which could be applied limited to a 
fraction of the total? 
20. Are substitute teachers paid at approximately the 
same rate as permanent teachers in the corresponding 
school division? 
21. Does the salary schedule include information con-
cerning amounts deducted for retirement, taxes, or group 
insurance? 
22. Does the salary schedule include data on length of 
term, holidays, frequency of payment, and manner of pay-
ment? 
23. Does the salary schedule allow for a certain number 
of days of sick leave? 
( ) ( ) 
( ) ( ) 
( ) ( ) 
( ) ( ) 
( ) ( ) 
( ) ( ) 
( ) ( ) 
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24. Is this sick leave allowed to accumulate over a 
certain period of years? 
If administrators, school board members, and teachers' 
committees are able to answer "YES" to all of the questions 
on the checklist in applying it to the salary schedule they 
already have, or to one they hope to have, they have ful-
filled all the reQuisites of a good salary schedule, accord-
ing to the criteria developed by reading and analyzing the 
literature in the field. 
The lot of the teacher has improved considerably over 
the past two decades because of the increased development 
in sala~y schedules. However, existing salary schedules 
must be continually reviewed and evaluated in order that no 
ground that has been gained will be lost. 
YES NO 
( ) ( ) 
lOS 
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